Public Service Motivation of Chinese University Students by HAN LULU
 i 
 
PUBLIC SERVICE MOTIVATION OF  









A THESIS SUBMITTED FOR  
THE DEGREE OF MASTER OF SOCIAL SCIENCES 
 
 
DEPARTMENT OF POLITICAL SCIENCE 
 









This thesis witnesses my two-year experiences at the Department of Political 
Science at NUS and also my two-year life in Singapore. It is not solely the 
product of my own efforts. Here I want to express my great appreciation of my 
supervisor, other professors, friends and my dear parents. 
 
I would like to express my deep and sincere gratitude to my supervisor, Dr. 
Kilkon Ko. His wide knowledge and logical way of thinking have been of 
great value for me. His understanding, encouragement and personal guidance 
have provided a good basis for the thesis. 
 
I am deeply grateful to all faculty members whose modules I have taken at the 
Department of Political Science. They are Dr. Peter Li, Dr. Jamie Davidson, 
Dr. Wang Cheng-lung, Dr. Math Noortmann, and Dr. Kilkon Ko. I warmly 
thank my good friends Weng Cuifen, Huang Jingyun, Ang Ming Chee, Paul 
Tan, Yuan Jingyan, Yu Xiao, Ma Shaohua, Pan Zhengqi and other classmates 
for their selfless assistance and advice and also the joy they bring to me. 
 
Last but not the least, I wish to express my warm and sincere thanks to my 
parents Han Jianyue and Zhou Huimin, and my beloved boyfriend Yu 
Mingyang for their love and understanding.  
 ii 
 
Table of Contents 
 
Chapter 1 Introduction ............................................................................................. 1 
Chapter 2 Literature Review .................................................................................... 6 
Conceptualization of PSM ................................................................................ 6 
Operationalization of Job Motivators ................................................................ 9 
General Job Motivations and PSM ............................................................ 9 
Quantification of Job Motivation ............................................................. 10 
Sources and Influencing Factors of PSM ........................................................ 13 
Effects and Implications of PSM .................................................................... 20 
Chinese Research on PSM .............................................................................. 31 
Chapter 3 Context of the Chinese Civil Service .................................................... 34 
Evolution of the Chinese Civil Service ........................................................... 34 
Challenges of the Chinese Civil Service ......................................................... 36 
Chapter 4 Research Design and Method ................................................................ 40 
Research Questions and Hypotheses ............................................................... 40 
Research Method ............................................................................................. 43 
Sampling and Data Collection ......................................................................... 44 
Chapter 5 Data Analysis......................................................................................... 48 
Descriptive Analysis ........................................................................................ 48 
Multiple Logistic Regression Analysis of Students’ Public Sector Job 
Choice ......................................................................................... 52 
General Linear Model Analysis of the Influencing Factors of PSM ............... 56 
Chapter 6 Discussion ............................................................................................. 59 
“Chance to benefit society” or “High salary”? ................................................ 59 
Gender’s influence in China’s context ............................................................ 61 
Influence of Educational Background ............................................................. 63 
The Role of Family in Influencing Individuals’ PSM and Job Choices .......... 65 
Influence of the Perceptions of the Chinese Civil Service .............................. 66 
Chapter 7 Conclusion ............................................................................................. 68 
Bibliography .......................................................................................................... 71 
Appendix ................................................................................................................ 78 
Appendix 1 General Motivators of Public and Private Sector Employees ..... 78 
Appendix 2 Comparisons of Public and Private Sector Employees on 
General Motivators ..................................................................... 80 
Appendix 3  Questionnaire in Chinese .......................................................... 82 
Appendix 4  Questionnaire in English .......................................................... 84 








Public service jobs have been attractive and competitive to Chinese university 
students compared to private sector jobs. The phenomenon is puzzling in that 
the Chinese public service suffers from many problems including rampant 
corruption, brain drain problems, and the public’s low trust in the government. 
Why do university students still want to work for government? This thesis 
adopts the public service motivation (PSM) theory to investigate and compare 
the public and private sector job seekers’ motivations toward their future 
careers. 
 
Findings of this research suggest that public and private sector job seekers 
have similar overall considerations for work related motivators. However, 
when comparing the importance that the job seekers give to each of these job 
motivators respectively, differences do exist between the two groups. The 
students who want to work in the government highly appreciate the public 
service spirit in comparison to those who desire private sector jobs.  
 
This research also examines the influences of a series of variables on the 
students’ future career selections, such as major and family background. The 
findings indicate that political science related majors, appreciation of the 
public service and the freedom from pressures to conform both on and off the 
 iv 
 
job have positive influences on the students’ public sector job choice. The 
finding that students with a high level of PSM significantly appreciate the 
government jobs adds empirical evidence to the previous PSM literature. 
Moreover, the research also investigates the influences of demographical 
variables on the students’ PSM levels. The results show that male students 
have a higher level of PSM and students of political science related majors 
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Chapter 1 Introduction 
 
Public sector jobs have become increasingly attractive and competitive in 
China despite the growing number of problems of its civil service (e.g., high 
corruption level, and low efficiency). Public service motivation (PSM) theory 
assumes that individuals with a high level of PSM always have a deep concern 
for public interests and may want to apply for public sector jobs. Is PSM 
theory also applicable to university students who explain the majority of the 
newly recruited government employees in China? Do those students who 
choose public sector jobs possess different motivations compared to those who 
desire private sector jobs? Are they ready to serve the public interests or are 
they just being motivated by their own interests? This thesis tries to answer 
these questions using primary data of Chinese university students’ job 
motivation.  
 
Public service has long been extolled as a “special calling” that only those 
with a deep concern for the public good, sincere desire to contribute to the 
community and great sense of helping others, are willing to be self-motivated 
to respond to the call (Houston and Cartwright 2007; Perry 1996). This public 
service spirit has been indicated as public service motivation (PSM) in public 
administration literature (e.g. Perry and Wise 1990). Perry and Wise (1990) 
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defined PSM as “an individual’s predisposition to respond to motives 
grounded primarily or uniquely in public institutions and organizations”. 
Proponents of the PSM theory advocate that public and private sector 
employees have different work motivations as the former appreciate the public 
service spirit, whereas the latter prefer monetary rewards. Public sector 
employees with a high level of PSM are more committed to their organization 
and more efficient at work.  
 
Crewson (1997) further claims that hiring employees driven by economic 
incentives is detrimental to organizations with a service-oriented nature such 
as the government, since they would become alienated employees who only 
care about salary and ignore public interests. Thus, understanding its 
employees’ public service motivation levels is of practical importance for the 
government in its recruitment and retention of qualified employees. 
 
However, although PSM has been one of the most discussed topics in public 
administration theory, most of its studies were conducted in the context of the 
developed countries (e.g., the U.S., Australia, and England) without much 
focus on the developing ones (e.g., China). Moreover, since Perry and Wise 
(1990) assume that individuals with a high level of PSM are likely to be 
self-selected into the public sector, other PSM scholars just take this as de 
facto without further verifications (e.g., Lyons et al. 2006).  
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Another problem of the current PSM study is that they only concentrate on the 
incumbent public sector employees (post-employment) and pay little attention 
to the potential employees (pre-employment). The incumbent employees’ 
PSM can be considered as the sum of their original PSM level at the start 
point of their public career and the incremental changes of PSM level 
throughout their career life. Since individuals’ motivations are normally 
formed over years, and therefore not easy to change, the original motivations 
employees bring to work account for a larger percent of the motivations they 
possess after work. Thus, we cannot fully understand individuals’ PSM 
without the knowledge of their PSM at the pre-employment phases.  
 
Given the scarcity of PSM research either in the context of developing 
countries or on future public sector employees, this thesis tries to close this 
knowledge gap by applying the PSM theory in China’s context with a special 
focus on Chinese university students’ job motivation. Facing a great demand 
of civil service jobs among university graduates, some scholars may argue that 
the Chinese government does not need to worry too much about the public 
service spirits of its future employees. However, the strong demand does not 
necessarily imply a deep concern of public interests or a great appreciation of 
the public sector jobs. In fact, considering the increasing problems including 
rampant corruption, low efficiency and morality (see Chapter 3) of Chinese 
civil servants, it is both theoretically and practically significant for the Chinese 
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government to consider its employees’ (both incumbent and future ones’) 
PSM level seriously. 
 
Notwithstanding the importance of the public service spirit, the Chinese 
government gives priority to managerial efficiency in reforming its civil 
service. In this process, the Chinese government does not pay full attention to 
the differences between the two sectors (e.g., differences in goals, job natures, 
and job motivations).  In contrast to the Chinese government’s obsession to 
managerial efficiency, PSM theory argues that public service spirit is an 
important motivator for public sector employees. Individuals with a high level 
of PSM prefer public interests to other monetary incentives, work more 
effectively, and are more committed to their organizations than those with low 
PSM. Moreover, PSM is an important job motivation in that it can drive 
individuals to public sector jobs. Thus, by investigating Chinese university 
students’ job motivations, this thesis tries to explore two research questions. 
First, do students aspiring for government jobs have different motivational 
considerations from those desiring private sector jobs? Second, do public 
sector job seekers have a higher level of PSM than their private counterparts 
do? 
 
This thesis contributes to the existing PSM literature in two meaningful ways. 
First, instead of conducting research in the developed countries as most of the 
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previous PSM scholars did, this thesis sets its research focus on China—one 
of the most representative developing countries in the world. This can also be 
used for future comparative studies. Second, most of the PSM studies 
concentrate their research on the incumbent employees (post-employment) 
and implicitly assume that individuals with a high level of PSM will choose 
public sector jobs over private ones without further verification. This thesis 
attempts to test this assumption by investigating the PSM level of the potential 
employees of the public sector (pre-employment). 
 
Before going to the next chapter, I would like to delineate the general roadmap 
of this thesis. In the next chapter, I will systematically review the previous 
literature on PSM regarding its conceptualization, operationalization, 
meanings, sources, effects and implications. Chinese studies on PSM will also 
be reviewed in this part. In Chapter 3, I will provide some background 
information about the Chinese civil service system regarding its evolution and 
current problems. Then in Chapter 4, the research design and research method 
will be provided, including the full illustration of the major research questions 
and hypotheses, survey design, and data collection method. Data analysis and 
discussion of the findings are elaborated in Chapter 5. In the last chapter, there 
will be a summary of the major findings in this study with their theoretical and 
practical implications, acknowledgements about the shortcomings of this 
research, and certain future research suggestions. 
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Chapter 2 Literature Review 
 
Before testing the existence of PSM among Chinese students and its influence 
on their career choices, an intensive review of the existing PSM literature 
should be presented in order to provide background knowledge of PSM. In 
this chapter, the conceptualization of PSM will be illustrated in order to clarify 
the research boundary of this study. Then, the operationalization of PSM will 
be introduced so as to explain the measurement of PSM and survey method I 
adopted in this research. Finally, the sources and influencing factors, and the 
effects and implications of PSM will be summarized.  
 
Conceptualization of PSM 
 
Before further discussions, it is necessary to illustrate the research boundary of 
this study. Motivation research, as a key component of public administration, 
aims at exploring and explaining the “how” and “why” of individual behavior. 
However, the PSM study in this research is different from the general 
motivations commonly used (e.g., high salary, and short working hours). The 
general motivations embrace both intrinsic and extrinsic incentives without 
laying an emphasis on either one. In comparison, PSM refers to the relative 
preference to intrinsic incentives over extrinsic ones. Valuing intrinsic rewards 
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and eschewing extrinsic ones is a crucial feature of individuals with a high 
level of PSM.  
 
The amount of studies of PSM is often related to the public and private 
dichotomy. During 1980s and 1990s, the New Public Management (NPM) 
movement greatly emphasized the managerial efficiency over public values 
issues and advocated the no significant difference between the public and 
private sectors (Barzelay 2001; Kettle 2002; Osborne and Gaebler 1992). In 
contrast to NPM’s emphasis on managerial efficiency, the PSM theory 
proposes that PSM is an important facilitator in enhancing government 
efficiency and effectiveness, improving government performance, and 
constructing public trust in government. 
 
PSM as a specific concept was first brought up by Perry and Wise and defined 
as “an individual’s predisposition to respond to motives grounded primarily or 
uniquely in public institutions and organizations” (Perry and Wise 1990). 
Proponents of PSM theory have generally adopted this definition in their 
respective research (Perry and Porter 1982; Perry and Wise 1990; Perry 1996, 
1997, 2000; Perry et al. 2006; Perry et al., 2008). PSM studies have mainly 
explored three questions—whether public and private employees possess 
different motivations regarding work, whether PSM can be used to explain the 
attitudes or performance of public officials, and what the antecedents or 
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determinants of PSM are (Ko 2009). 
 
Perry’s (1997) four-dimension survey of individuals’ PSM indicates the 
uniqueness of PSM in the public sector. The four dimensions include 
attraction to policy making, commitment to public interests, compassion, and 
self-sacrifice, all of which are commonly found in public sector employees. 
Individuals with a strong interest in policy making, a deep concern for public 
interests, compassion, and a spirit of self-sacrifice are considered as 
possessing a high level of PSM. However, these four dimensions cannot be 
used to explain public sector employees’ work attitudes and behavior which 
are the outcomes of the combination of the general job motivations (e.g., 
salary, reputation) and PSM (Ko 2009). Thus, it is necessary for PSM scholars 
to clarify their boundary of PSM: what does PSM refer to exactly? Is it an 
absolute concept that uniquely exists in the public sector or is it a relativistic 
one that indicates a relative priority of certain motivations over others?  
 
In comparison to Perry’s (1997) conceptualization of PSM, the relativistic 
view of PSM assumes that PSM is not an absolute concept, but a relative 
priority of intrinsic incentives over extrinsic ones (Crewson 1997). Intrinsic 
rewards are given to individuals by themselves, such as a feeling of 
accomplishment, whereas extrinsic rewards are given to individuals by others, 
such as a high salary. PSM refers to the relative preference to intrinsic 
 9 
 
incentives over extrinsic ones. Valuing intrinsic rewards over extrinsic ones is 
a crucial feature of individuals with a high level of PSM and is also what 
government is seeking in their employees.  
 
Operationalization of Job Motivators 
 
General Job Motivations and PSM 
 
Most of previous literature on PSM is conducted based on the public-private 
dichotomy and this study will also follow this framework. I assume that public 
and private sector employees are different and they give different weights to 
different job motivations. Before intensive analysis, a two-step approach is 
adopted in order to find out what PSM refers to. The first step is to summarize 
the most commonly discussed job motivators in the public and private sector 
comparative studies. In the next step, PSM will be tentatively generated based 
on the different weights previous respondents gave to those most commonly 
used job motivators summarized in the first step.  
 
Individuals are often motivated by a series of motivators rather than just a 
single one. The universal job motivations are summarized based on the 
previous comparative studies of public and private sector employees in 
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Appendix 1. All of these studies are selected from those authoritative 
academic journals in public administration. According to the appearance 
frequency of factors summarized in Appendix 1, public and private sector 
employees share several common job motivators: job security, high salary, 
promotion, chance to benefit the society, friendly co-workers, and high social 
status and prestige.  
 
In the second step, research findings on the comparison of these six most 
discussed motivators between public and private sector employees in major 
public administration journals are summarized (Appendix 2). Mixed findings 
were found in these job motivations, indicating that none of these six factors is 
absolutely highly appreciated by public sector employees and completely 
neglected by private ones. However, a relative appreciation of “opportunity to 
benefit society” and depreciation of the “high salary” by public sector 
employees, as suggested by previous literature (Appendix 2), stand out to 
become an outstanding feature (PSM) of public sector employees in 
comparison to their private counterparts.  
 
Quantification of Job Motivation 
 
Scholars have tried to quantify individual's PSM levels since the initial studies 
on PSM. However, no uniform measurement has been created, leading to 
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inconsistent findings in this field. A substantial amount of previous research 
on job motivation and its related issues are conducted using survey method, 
which requires respondents to report their rankings of a series of motivators or 
ethical concerns toward (future) work (Crewson 1997; Frank and Lewis 2004; 
Gabris and Simo 1995; Houston 2000; Jurkiewicz et al. 1998; Naff and Crum 
1999; Perry 1996, 1997, 2008; Rainey 1982; Taylor 2005; Wright 2007). Thus, 
this thesis will also employ the survey method to collect the empirical data. 
 
After proposing the definition of PSM, Perry started to operationalize PSM 
into a quantifiable scale. Perry (1996) translates previous six PSM dimensions 
(attraction to public policy making, commitment to the public interest, civic 
duty, social justice, self-sacrifice, and compassion) which correspond to Perry 
and Wise’s (1990) three categories of motives into four dimensions (attraction 
to public policy making, commitment to the public interest, compassion, and 
self-sacrifice), embracing 35 explanatory items. This four-dimension 
measurement of PSM has been widely adopted among scholars in PSM 
studies (Alonso and Lewis 2001; DeHart-Davis et al. 2006; Moynihan and 
Pandey 2007; Perry 1997; Perry et al. 2008). However, these four dimensions 
may not be appropriate in analyzing employees’ motivations toward job since 
their motivations are comprised of not only PSM but also other universal job 
motivators. Using Perry’s 35 motivators in this study may reduce the 





Crewson (1997) presents PSM in his research as a priority of service-oriented 
(intrinsic) rewards over economic-oriented (extrinsic) ones. He creates four 
items for each of these two dimensions of rewards. Intrinsic rewards include 
feeling of accomplishment, worthwhile accomplishment, being useful to 
society, and helping others; extrinsic rewards embrace job security, high pay, 
promotion, and performance awards. Houston (2000) adopts a similar 
approach in operationalizing PSM. Based on the General Social Survey data 
set, he employs five motivation rewards—high income, short working hours 
and much free time, no danger of being fired, chances for promotion, and 
work that is important and gives a feeling of accomplishment. 
 
However, most of these scholars’ survey designs are only appropriate for 
incumbent employees since they cover several issues only applicable in the 
working environment (e.g., years in the organization). Taking into account the 
conciseness, comprehensiveness and applicability to students, Jurkiewicz, et 
al.’s (1998) survey design may be the most appropriate one to be used in this 
research. In their comparisons of public and private sector employees’ 
motivations at supervisory and nonsupervisory levels, Jurkiewicz and his 
colleagues ask respondents to rank 15 work-related motives that they “get” or 
“want” from their working organizations. This set of job motives is 
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comprehensive in that it embraces almost all important factors used in the 
empirical study of comparing public and private employees’ job motivations 
and all the items are also applicable for future employees. Moreover, these 15 
motivators are described in a very concise way, making them easy to 
understand and respond to. Accordingly, this survey design is generally 
adopted in this thesis. 
 
Sources and Influencing Factors of PSM 
 
If PSM exists as indicated by the previous scholars, what are the explanatory 
factors of it? Understanding the sources and influencing factors of PSM can 
facilitate our understanding of the formation of individuals’ PSM. As proposed 
by Brewer et al. (2000), one of the future research suggestions is to figure out 
the origins of PSM—the extent in which individuals self-select to perform 
public service and the environmental factors that influence their levels of PSM. 
In fact, the potential antecedents and influencing factors of PSM have been 
investigated by many scholars (e.g. Moynihan and Pandey 2007; Perry and 
Porter 1982; Perry and Wise 1990; Perry 1996, 1997; Stackman et al. 2006; 
White 1999; Yoo and Wright 1994). Based on the review of these studies, four 
factors can be concluded as the most commonly discussed—family 




1) Family background 
Mixed findings have been obtained by scholars on the influence of family 
background on individuals’ PSM levels. Perceiving PSM as a process theory, 
Perry (2000) brings up four domains of factors that might influence 
individuals’ PSM—socio-historical context, motivational context, individual 
characteristics, and behavior. In the socio-historical context, the author 
indicates that family background could be perceived as a factor that influences 
children’s PSM development, but he does not state clearly the direction of this 
influence. 
 
With the purpose of investigating the factors that drive morally committed 
citizens (the winners of the Daily Point of Light Award and the President’s 
Community Volunteer Award), Perry (2008) explores the antecedents of these 
individuals’ PSM levels. Results indicate that family socialization affects PSM 
both directly and indirectly through volunteering. Although the direction of 
influence is not revealed, the author believes that family socialization could 
positively affect individuals’ PSM.  
 
In comparison, different findings were achieved by other scholars. Based on a 
1966 survey of 1424 beginning government students, Frederickson (1967) 
finds that students whose parents are politically active tend to hold negative 
views toward public service and positive views toward business employment. 
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Perry (1997) examines the impact of parental socialization on individuals’ 
PSM levels and concludes that parental relations have no significant 
influences and parental modeling is less able than it once was in influencing 
children’s behavior. Lewis and Frank (2002) discover that individuals with a 
parent working in government are more inclined to have a government job but 
not to desire it based on the 1989 and 1998 General Social Surveys (GSS). 
They speculate that parents provide more connections to public sector jobs 
rather than positive impressions about the jobs per se.  
 
More neutrally, Gabris and Simo (1995) indicate that the impact of family 
background cannot be either overemphasized or considered as irrelevant. 
According to their investigation of 105 employees from six organizations (two 
private, two public and two non-profit), they find that less than one half of the 
respondents have family members work in the public sector and 75% of 
respondents conceive that family ties do not affect their career choice. 
However, of those who have family members work in the public sector, 51% 
are also working in public organizations. Of those who think that family ties 




Gender is considered as an important influencing factor of individuals’ PSM in 
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this study. Although public administration has long been considered as being 
dominated by males (DeHart-Davis et al. 2006), debates over gender’s 
influence on PSM still persist. If significant differences exist between females 
and males in PSM levels, certain implications can be derived. For instance, 
managers have to motivate male and female employees with different 
techniques accordingly.  
 
In exploring the differences in work motivations between public and private 
sector employees, Buelens and Van den Broeck (2007) incorporate gender as 
an important independent variable. The results suggest that males are 
significantly more motivated by salary and good relationships with co-workers 
than females. Similarly, Naff and Crum (1999) find that women possess a 
slightly higher PSM level than men do when they examine the influences of 
demographic factors on individuals’ PSM scores. In his research of gender’s 
impact on individuals’ moral development, White (1999) finds that women 
score significantly higher than men in the moral measurement instrument 
(Defining Issues Test), implying that women are more ethical than men. 
Houston (2000) uses the General Social Survey data to compare public and 
private sector workers regarding their most highly appreciated work incentives. 
Findings suggest that males are less likely to value meaningful work (e.g., 
civil service) than females; however, the author does not provide any 
explanations for this result. 
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In comparison, a group of scholars have argued in the other direction—males 
possess a higher PSM level and score higher in other ethical concerns than 
females do. Frederickson (1967) discovers a relationship between students’ 
gender and their opinions of civil service jobs. He finds that female students 
are slightly less likely to hold positive views toward public employment than 
male students do. Perry (1997) in his research of the antecedents of 
individuals’ PSM finds that females favor the public interest/civic duty and 
self-sacrifice dimensions less than males. Lewis and Frank (2002) indicate 
that women are slightly more inclined than men to prefer government jobs; 
however, such a gender gap disappears when other individual characteristics 
are controlled. Moreover, women are less likely to hold government jobs than 
men. 
 
Still, there are a few scholars who could not find significant or consistent 
results in their research. Cacioppe and Mock (1984) conclude that sexual 
characteristics do not influence the QWE (quality of work experience) 
indicator when comparing government and private sector employees. 
DeHart-Davis et al. (2006), using secondary data from the National 
Administrative Studies Project, creatively explore the gender dimensions of 
PSM and conclude that women have higher compassion and are more 
attracted to policy making process, but they do not distinguish themselves 






The notion that motivations toward job are depended on education is agreed 
upon by several scholars (e.g., Crewson 1997; Wittmer 1991). When exploring 
the antecedents of PSM, Perry (1997) suggests that school education can be 
enhanced to facilitate the development of PSM. In his article on the process 
theory of PSM, Perry (2000) advocates that education, being a component of 
social historical context, has an influence on PSM. Houston (2000) indicates 
that if individuals have a higher educational attainment, there is a 
corresponding decline in their considerations of high salary and job security, 
but a higher evaluation placed on meaningful work. Moynihan and Pandey 
(2007) have reached similar conclusions that the level of education is strongly 
and positively related to PSM since education takes the primary role of 
shaping individuals’ beliefs. Lewis and Frank (2002) also state that 
better-educated Americans are more likely to have a job in government though 
they may not desire it. Specifically, political science education might enhance 
individuals’ PSM and their public sector career preferences as indicated by Ko 
(2009) using the data of students from the National University of Singapore. 
 
On the other hand, Chetkovich (2003) employs a two-year series of surveys 
and interviews of master students from the public policy programs in KSG 
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(major source) and GSPP to explore their career choices. The results reveal 
that interest in government jobs declines when students attain the higher level 
of education, indicating that the public policy curriculum fails to foster the 
supportive attitudes toward government among students. Students with a high 
level of PSM might be discouraged through the public policy education 
programs. For instance, they become aware of the fact that it is greatly 
difficult to change a policy than to design one.  
 
4) Organization environment 
Although this thesis lays focus on the university students who have few 
chances to get in touch with the working organizations or environment, the 
influence of the organization environment on incumbent employees’ PSM will 
be discussed since it is still highly significant in the PSM literature. Moynihan 
and Pandey (2007) argue that PSM might be formed through socio-historical 
context before employment, but after entering the organization, it would also 
be shaped by the organizational environment. The work environment exerts 
significant influences in employees’ PSM through organization culture, 
co-worker relationship as well as rewards system (Perry and Porter 1982; 
Perry 2000; Perry et al. 2008; Romzek 1990). 
 
Research conducted within the public sector finds that the more important an 
organization’s mission is, the greater the employees’ work motivation would 
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be (Wright 2007). Wright interprets that if employees consider the mission as 
important and consistent with their own values, they would be more inclined 
to incorporate organization’s goals into their own and regard their jobs in 
pursuing these goals as meaningful. Thus, organization’s mission or goal is 
important in influencing individuals’ work motivation. Also, the public sector 
should recruit individuals whose value systems are congruent with the 
organizations’ missions or goals.  
 
However, in searching for the influence of organizational red tape on 
individuals’ motivation, Baldwin (1990) finds that no significant relationship 
can be obtained in spite of the fact that the public sector is considered to be 
more constrained by red tape. 
 
Practically, a mutually interactive process exists between public sector 
employees and public organizations. On one hand, employees with their initial 
PSM choose organizations that appropriately fit their expectations; on the 
other, after employment, employees’ PSM is influenced and re-shaped by the 
organizations that they select. 
 
Effects and Implications of PSM 
 
Before detailed discussions, it is important to address that since our research 
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target is university students, most of the effects and implications of PSM 
cannot be tested in this thesis. However, following Perry’s (2000) logic that 
PSM is actually a process theory rather than an isolated concept, the effects of 
PSM should still be provided here as to give a full picture of the PSM theory 
and strengthen the importance of PSM studies. Moreover, implications of 
PSM can be used to interpret the data analysis results and offer policy 
suggestions. 
 
PSM can be utilized as a proxy to explain or speculate individuals’ sectoral 
employment choice, job performance, job satisfaction, and organizational 
commitment (e.g., Perry and Wise 1990; Rainey 1982). Individuals with a 
high level of PSM are supposed to prefer public sector jobs, provide 
satisfactory job performance, satisfy with their jobs, and be committed to their 
organizations. Moreover, PSM can also be considered as an important 
facilitator in constructing public trust in government and building social 
capital (Brewer et al. 2000).  
 
1) Sectoral Employment Choice 
One of the three propositions proposed by Perry and Wise (1990) is that 
individuals with a higher level of PSM are more likely to be self-selected into 
public organizations. Due to the limited resources and rigid regulations, public 
sectors may not provide highly competitive material rewards to their 
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employees as private ones do. In this case, recruiting individuals with the 
appreciation of public service and the depreciation of material rewards is 
crucially important and necessary for public sectors. Individuals with a high 
level of PSM are assumed to emphasize intrinsic rewards over extrinsic ones, 
which perfectly conform to what public sector employees are looking for. 
Thus, public sectors should aspire to recruit individuals who have a high level 
of PSM. 
 
Although this proposition is practically important for government employers, 
there are very few scholars who have attempted to study PSM from this 
pre-employment perspective. One relevant study is conducted by Taylor (2005) 
in investigating university students in Australia on their motivations of future 
career choices. The results obtained are similar to those reported in the past 
research on post-employment level. Those who want to work in public 
organizations highly appreciate intrinsic rewards rather than extrinsic ones and 
those who expect to pursue private jobs favor high pay, prestige and status. 
The author further indicates that although his research outcome is generally 
consistent with previous ones, it does not mean that intrinsic or extrinsic 
rewards are the only important factors to any group of students. Individuals 
are actually motivated by a wide range of factors (intrinsic and extrinsic) and 
it is the extent of the importance attached to these factors that distinguishes 
one group from another.  
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Opponents are suspicious of the speculation that a high level of PSM can lead 
to public sector employment. They propose that PSM exerts no significant 
influences on individuals’ attitudes toward sectoral employment choices 
(Gabris and Simo 1995). They find that motivators that initially attract 
individuals to certain sectors vary too slightly to achieve statistically 
significant differences. 
 
2) Job Satisfaction 
It has been generally agreed upon by several scholars that a high level of PSM 
can lead to a high level of job satisfaction. High job satisfaction is considered 
as positively related to the enhanced organizational productivity, strong 
organizational commitment, increased customer satisfaction, long-term 
organization success, and reduced absenteeism (Jurkiewicz et al. 1998; Naff 
and Crum 1999; Romzek 1990). Thus, in order to improve government 
effectiveness and efficiency, the influences of PSM on individuals’ job 
satisfaction cannot be overlooked.  
 
Mixed findings have been obtained by scholars on comparing the job 
satisfaction of public sector employees with private ones. In seeking the 
differences between private and public organization employees’ motivations at 
both supervisor and nonsupervisory levels, Jurkiewicz and his colleagues 
compare individuals’ “wants” and “gets” from their respective working sectors 
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and find that public sector employees are more satisfied with their jobs than 
their private counterparts, regardless of the hierarchical differences. However, 
Gabris and Simo (1995) find a rather high level of job satisfaction among all 
the respondents in their research regardless of the sectoral differences. No 
significant difference is detected among different sectors; however, public 
sector employees perceive the lowest level of happiness with their jobs. 
 
Rainey (1982) investigates a sample of public and private sector managers on 
their PSM levels (their ratings of “desire to engage in meaningful public 
service”) and finds that public managers have a higher level of PSM than their 
private counterparts and those PSM scores are strongly linked to job 
satisfaction.  
 
An investigation of the working experiences in government and private 
organizations has been conducted by Cacioppe and Mock (1984). In the 
comparison between the two sectors’ employees, they find that public sector 
workers are less satisfied with the quality of their work experiences than their 
private counterparts. They speculate that the dissatisfaction might be caused 
by the organization’s failure in fulfilling the intrinsic needs of its employees. 
Similarly, Emmert and Taher (1992) compare public sector professionals and 
blue-collar workers’ motivations, job satisfaction and work involvement in 
order to reveal the influences of public sector jobs on these work-related 
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attitudes. Results suggest that professionals possess a lower level of job 
satisfaction and work involvement than blue-collar workers do. They ascribe 
this to the public sectors’ inability in fulfilling professionals’ intrinsic demands, 
the professionals’ lack of social satisfaction and the lack of information from 
others on job performance. Thus, their findings implicitly indicate that a low 
level of PSM is related to low job satisfaction.  
 
3) Organizational Commitment 
Commitment is referred to as “the relative strength of an individual’s 
identification with and involvement in a particular organization” (Mowday et 
al. 1982) and it is believed that enhanced commitment could facilitate the 
improvement of individual performance and further the enhancement of 
organizational effectiveness (Scholl 1981). Commitment is especially 
important for public organizations since these organizations possess very 
limited resources and tight budgets that they cannot provide highly 
competitive monetary rewards as their private counterparts do. Individuals 
who are highly committed to public sector jobs are expected to keep their 
enthusiasm toward public service even if they are not satisfied with other 
extrinsic rewards such as salary. Individuals with a high level of PSM have 
been demonstrated to be more committed to their working organizations than 




However, according to Lyons et al. (2006), the expected high commitment 
among public sector employees has seldom been discovered among academics. 
Based on their empirical study, they support the widely yielded conclusion 
that public sector employees possess a lower level of organization 
commitment than their private counterparts do. Thus, identifying potential 
employees with a high level of PSM becomes crucial for public sector 
employers who seek to enhance individual and organizational performance. 
 
4) Job Performance 
Although motivation is just one of the many factors that might influence 
employees’ job performance, it is a crucial moderator between performance 
and other important variables such as individual capacity (Wright 2001). That 
is, individuals with similar capacities might perform better if they possess a 
higher level of PSM. Since improved job performance is one of the most 
concerned and desirable outcomes for both public and private sectors, there 
have been plenty of research on the relationship between PSM and job 
performance. 
 
A positive relationship between employees’ PSM levels and their job 
performance has been claimed by many scholars. As one of the three 
behavioral implications of PSM, Perry and Wise (1990) claim that individuals 
with a higher level of PSM tend to perform better in the public sector. 
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Crewson (1997), using organizational commitment as a measurement of job 
performance, finds that public sector employees who prefer service over 
monetary rewards are likely to be more committed than those who favor 
otherwise, thus leading to better job performance. Naff and Crum (1999) 
analyze about 10,000 federal employees’ responses to MSPB’s 1996 Merit 
Principles Survey and confirm the speculation that PSM does predict better 
job performance.  
 
Among the research, Brewer and Selden (1998)’s study on the positive 
relationship between PSM and whistle blowing behavior is notable. They use 
secondary data from the U.S. Merit Systems Protection Board to test their 
hypotheses and find that whistle blowers act in ways that are consistent with 
the theory of PSM predicts—a deep concern of public interest, outstanding 
performance, high job satisfaction and organizational commitment. They state 
with caution that PSM cannot be used to account for all whistle blowing 
behavior since such actions have various motives; however, still PSM and 
whistle blowing are closely associated.  
 
There are also others who advocate the relationship between PSM and job 
performance in the opposite direction. Alonso and Lewis (2001) conduct their 
research on the relationship between PSM and job performance based on two 
sets of data sets—Survey of Federal Employees (SOFE91) in 1991 and 1992, 
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and 1996 Merit Principles Survey (MPS96). Mixed findings are obtained as 
MPS96 data set supports a positive relationship between PSM and 
performance while SOFE91 data set finds no signification links between the 
two. The authors admit that the flawed measurement of PSM and performance, 
and the cross-data-set differences might lead to the mixed findings; however, 
they still argue that the relationship between PSM and performance are not 
robust enough to demonstrate itself in multiple data sets. 
 
In fact, investigating the relationship between PSM and job performance 
always takes the risk of inaccuracy since there is no consistent criteria for 
performance measurement (Alonso and Lewis 2001; Naff and Crum 1999; 
Perry and Porter 1982). Most of the previous empirical studies on performance 
use the self reporting or superior-level employers’ evaluations to measure 
individuals’ job performance, which are either too subjective or probably 
inaccurate.  
 
5) Public Trust in Government and Social Capital 
Public attitudes toward the government may be an effective indicator to judge 
the quality of public service as well as the qualifications of public sector 
employees. The proposition that a perceived higher level of PSM in public 
sector employees will lead to stronger public trust in government has been 
supported by a group of scholars (e.g. Brewer and Selden 1998; Brewer et al. 
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2000). That is, the higher level of PSM the public sector employees possess, 
the better public service they will provide, and the more favorable attitudes 
toward government the general public will hold. 
 
However, if the general public holds negative views toward government, it 
might fall into the vicious cycle that with the hostile attitudes toward civil 
servants, financial and political support will be withheld, thus reducing the 
competitiveness of government jobs and in the long run lowering the quality 
of public service, further worsening public perceptions toward the government 
(Nigro and Nigro 1994). Thus, constructing positive images of public service 
and public sector employees have gained academic attentions internationally. 
 
However, Frederickson and Frederickson (1995) defend government 
employees and refute the above proposition by stating that the negative 
attitudes toward government are caused by the paradox of distance and the 
absence of role differentiation. They further explain that the general public’s 
evaluations might be subjective since they can only get in touch with a small 
number of civil servants. They cannot even distinguish between merit civil 
servants from those who are either elected or politically appointed.  
 
One creative proposition provided by Brewer (2003) indicates that public 
servants with a high level of PSM will not only perform well in their working 
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place, but also actively attend civic affairs. These activities are crucial for 
constructing and retaining social capital in society. Thus, public servants are 
playing the role of catalysts in creating social capital. However, this 
proposition demands further examination since the acquiesced positive 
relationship between public servants’ career and their civic participation lacks 
empirical support.  
 
From the review of the existing literature on PSM and its related issues, 
inconsistent research findings have been revealed, e.g., PSM’s influences on 
individuals’ career choices. The reasons for this phenomenon have been 
explored by several scholars. Brewer and Selden (1998) point out that the 
confusion of the definition of PSM could be one of the causes since different 
scholars may interpret PSM differently in their respective research. Brewer et 
al. (2000) suggest that the discrepancies might be due to the measurement 
problem since there is no widely accepted measurement of PSM yet. Houston 
(2006) further indicates that the inconsistent findings might be caused by the 
frequent use of flawed research designs (e.g., a small sample size, and using 
either bivariate or multivariate models with few control variables). Wright 
(2007) ascribes the inconsistency of findings to the incomplete rather than 
inaccurate theoretical models. He further elaborates that scholars do not 
include any underlying process variables which may explain how the 





Chinese Research on PSM  
 
Despite of the substantial amount of the PSM studies in the developed 
countries, there has been limited research regarding PSM issues in China until 
recent years. Li (2007) firstly comprehensively translates the PSM theory 
from the western literature into Chinese, which can be considered as a 
tentative introduction of PSM to Chinese scholars. However, it is just a direct 
translation without connections with China’s context. 
 
Then, Liu and his colleagues (2008) examine the generalisability and 
instrumentality of the PSM theory in China’s context by surveying 191 civil 
servants in China using Perry’s (1996) questionnaire. The results indicate that 
three of the four dimensions of PSM (attraction to policy making, commitment 
to public interests, compassion, and self-sacrifice) are applicable in China’s 
context except the compassion one. Moreover, they find PSM a significant 
predictor of individuals’ job satisfaction in the public sector in China. One 
year later, Liu (2009) again adopted Perry’s (1996) survey design to 
investigate the generalisability and instrumentality of the PSM theory in China 
by investigating totally 573 social workers. The research findings generally 
prove the existence of PSM in Chinese social workers. However, these studies 
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focus only on the incumbent employees in the public sector or non-profit 
organizations. Further studies on the potential employees’ PSM are needed in 
China’s context. 
 
Studies on university students’ motivations abound in Chinese literature. Luo 
and Luo (2006) surveyed 1800 students from nine universities (four in the 
west, four in the east and one in the middle) to compare their attitudes toward 
future career. The results indicate that students care more about their personal 
value actualization and less about public interests, regardless of the 
geographical differences. Similar results have been achieved by other scholars 
in their respective research (Li and Zhang 2007; Zhang 2007) as they also find 
that students are more motivated by extrinsic rewards (e.g. high salary, 
opportunity to get promoted) than by public service spirits (e.g. a concern for 
public interests). Sun and Ding (2005) reported a declined sense of social 
responsibility among university students from freshmen to juniors. The above 
findings generally show a low level of public service spirit among the Chinese 
university students. 
 
However, these studies should be cautiously evaluated as they commit several 
methodological problems. For instance, Sun and Ding (2005) only surveyed 
30 students, causing a serious threat to the external validity of the research. 
Moreover, some of these studies only target at one city or one university 
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whose sample representativeness is highly doubtful (e.g. Li and Zhang 2007; 
Zhang 2007). Besides, most of the previous empirical studies on university 
students fail to link the job motivations of the students to their sectoral 
employment preferences, which is a crucial factor in understanding students’ 
motivations toward government jobs. Thus, a systematic research on Chinese 
university students’ motivations toward future sectoral employment is 
necessary and important. 
 
The literature review reveals several research gaps which need to be filled in 
PSM studies. For one thing, most scholars conduct their research in the 
developed countries without considerations of the developing countries’ 
context; for another, most of the studies focus on the incumbent employees 
from the post-employment perspective and neglect the pre-employment 
perspective. University students, as a representative group at the 
pre-employment level, constitute a precious reservoir of potential public 
officials in the job market. Moreover, students’ attitudes toward job are 
relatively fresh and pure, which are very useful in analyzing individuals’ 
original motivations. In addition, perceiving students’ PSM as the same with 
the incumbent employees’ may take the risk of overlooking the influences of 
the working environment in shaping individuals’ PSM. Thus, students’ 




Chapter 3 Context of the Chinese Civil Service  
 
One cannot fully understand individuals’ PSM in China without exploring the 
historical and institutional context (Liu, et al. 2008). Considering the 
traditional, institutional, and cultural differences between the western 
countries and China, it is necessary to provide background knowledge on the 
Chinese civil service before discussing the PSM of Chinese university 
students. Since the founding of the country in 1949, China has undergone a 
series of administrative reforms to enhance its public personnel management 
system.  
 
Evolution of the Chinese Civil Service 
 
Before the 1980s, the Chinese government generally implemented a cadre 
system in public personnel management in accordance with its planned 
economy. Cadres refer to all mental workers including a wide range of 
employees from various vocations. They were selected by the 
recommendation of the leaders and administered based on their ranks. The 
Chinese Communist Party (CCP) was in charge of controlling all cadres 
nationwide.  
 
After 1978, with the shift of the Chinese government’s work priority to the 
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economic construction and modernization, the public personnel system had to 
be reformed accordingly due to several problems, for instance, the low 
educational level of the leaders, overlapping and unclear job responsibilities, 
overstaffing and low work efficiency. Therefore, the exam system was 
introduced into the recruiting procedures of the public sector in order to solve 
these problems in 1982. Five years later, proposals of establishing the civil 
service system were brought up. 
 
Gradually, the Chinese government implemented several pilot civil service 
reforms in six branches of the State Council in 1989 and two cities in 19901. 
After Deng Xiaoping’s tour to South China in 1992, the country started to 
replace the planned economy with the socialist market economy to facilitate 
its modernization. 
 
In 1993, the Provisional Regulations on State Civil Service was launched 
which marked the establishment of the civil service system in China. The civil 
service exam system was adopted accordingly. The first civil service exam 
took place in 1994. At the national level, applicants apply for their desired 
jobs in the civil service based on the requirements of the released job openings 
and their own qualifications. Qualified applicants will be informed and attend 
the civil service exam. The exam is comprised of two parts—the 
                                                                
1 The six branches are the Audit Administration, the General Customs Administration, the State 
Statistics Bureau, the National Environmental Protection Administration, the State Administration of 
Taxation, and the Bureau of Building Materials Industry. The two cities are Harbin and Shenzhen. 
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administrative aptitude test and the essay writing test. Those who can pass 
both parts of the exam will be invited to an interview and successful 
candidates are required to take the physical examination. Applicants who can 
succeed in all of these appraisal tests will be recruited. Till 1997, a 
merit-oriented civil service system had been implemented in government at all 
levels. Likewise, an open and fair civil service exam was adopted all across 
the country. In 2005, China enacted its Civil Service Law, which took effect in 
January 1st, 2006. 
 
Challenges of the Chinese Civil Service 
 
The new Chinese civil service system has achieved several successes. It has 
abandoned the old cadre system and introduced meritocracy to China. The 
implementation of the civil service exam has made government jobs more 
obtainable for talented individuals. The rapidly increasing number of 
applicants and decreasing admission rate has implied the fierce competition 
and high popularity of government jobs (Table 1). Among all the applicants, 
university students account for a large percent and are thus deemed as the 








Table 1   Number of Applicants for and the Admission Rate of the Civil Service Jobs  
in China from 2004 to 2009 
Source: Gan and Xiang (2009). 
 
Despite its successes, the Chinese civil service had also encountered a number 
of challenges. One of the most serious problems is the rampant corruption of 
civil servants which has impaired the image of government and jeopardized 
the public trust in government (Lin 2007; Xie et al. 2008). The Chinese civil 
service system is still highly influenced by the traditional feudalism in which 
people worship the political power (guan ben wei). Pursuing the political 
power instead of the public interests has driven some civil servants to 
corruption. 
 
Moreover, the external income gap resulted from the market competition 
between public and private sector employees also become one of the many 
reasons that lead civil servants to corruption. Although the Chinese 
government has reformed its pay system several times to increase the civil 
servants’ salary, due to the limited monetary resources and great social 
responsibility of government, the motivational effects are not optimistic. 
Year Qualified Applicants Applicants being Recruited Admission Rate  
2004 181,488 7,900 4.35% 
2005 310,656 8,400 2.70% 
2006 365,000 10,282 2.82% 
2007 535,574 12,724 2.38% 
2008 800,000 13,977 1.75% 
2009 1,050,000 13,566 1.29% 
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Besides, the Chinese civil service system also suffers from the lack of a 
scientific and effective performance evaluation system (An 2007; Zhou 2007).  
 
Gradually, due to the lack of an effective motivating approach, Chinese civil 
servants present the most serious job burnout problem compared to employees 
from other vocations, which greatly lowers government efficiency and 
effectiveness and thus worsens government performance. Consequently, the 
brain drain problem has become more severe in the public sector, creating a 
vicious cycle (Lin 2007).  
 
Among the administrative reforms in the Chinese civil service system, the 
adoption of the merit-oriented civil service exam is one of the most significant 
changes. However, this process has also been criticized. Some scholars 
advocate that the contents of the two tests cannot accurately prove the 
applicants’ professional capabilities and potentials (Jing and Zhang 2007; Lu 
2007). For instance, the contents of the administrative aptitude test emphasize 
more on the ability to memorize rather than to understand. The essay writing 
test requires applicants to write an essay based on a given topic in a fixed 
format, which greatly limits the applicants’ potentials. Moreover, Jing and 
Zhang (2007) argue that some unreasonable restrictions on the applicants 
impair the fairness of the exam, such as the restrictions on age, height, or 
hometown locations.  
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Gender discrimination is also one of the problems faced by the Chinese civil 
service. Although a series of laws and regulations (e.g., the Labor Law, the 
Law on the Protection of the Rights and Interests of Women, and Regulations 
on Labor Protection of Female Workers) have prohibited the discrimination 
against women in the job market, still unfair treatments to females prevail. 
One survey conducted by the Ministry of Labor and Social Security suggests 
that about 67% of the employers discriminate women explicitly or implicitly 
in 62 cities in China (Jing 2007).  
 
However, given so many problems in the Chinese civil service system, a 
considerable number of university graduates still want to pursue public sector 
jobs. Under this situation, it becomes more urgent and imperative for the 













Chapter 4 Research Design and Method 
 
Research Questions and Hypotheses 
 
According to the literature review, individuals with a high level of PSM will 
highly appreciate public service spirit and more likely to be self-selected to 
public sector jobs in comparison to those with a low level of PSM. 
Considering the problems of the Chinese civil service (e.g., corruption, low 
efficiency), the government may want to pay more attention to its future 
employees’ PSM in order to improve public service quality and organizational 
performance. In this thesis, two major research questions are brought up: Do 
Chinese university students who wish to pursue government jobs possess 
different motivations toward work compared to those who want to seek private 
sector jobs? Do public sector job seekers have a higher level of PSM than 
private ones? In this thesis I attempt to answer these research questions by 
examining five hypotheses.  
 
Hypothesis 1: Students with a higher level of PSM are more likely to select 
government jobs. 
 
Public service has long been considered as a unique vocation that differs from 
private sector jobs. Those who are concerned with public interests are 
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expected to enter the government. Individuals with a higher level of PSM have 
been claimed by several scholars as being more inclined to pursue government 
jobs. However, few empirical studies have tested this fundamental assumption. 
In order to explore whether this assumption is applicable in China, the 
influences of university students’ PSM levels on their future sectoral 
employment preferences will be examined. 
 
Hypothesis 2: Female students possess a higher level of PSM. 
 
Gender as an important influencing factor has been discussed by many 
scholars in PSM studies. Mixed findings have been obtained regarding 
gender’s influences on individuals’ PSM levels. Some scholars argue that 
women are more ethical than men in working organizations. However, others 
object this by claiming that males possess a higher PSM level than females do. 
Certain implications can be obtained after investigating gender’s influence on 
PSM in China’s context. For instance, if females have a higher PSM level, the 
Chinese government employers should seriously abandon the discriminating 
attitudes toward women applicants. 
 
Hypothesis 3: Students who attain the higher level of education in university 




Hypothesis 4: Students who major in political science or public administration 
possess a higher level of PSM and are more likely to pursue public sector jobs. 
 
Education can influence individuals’ PSM as discussed in the literature review 
part. General education in university should positively guide students’ moral 
development. The higher level of education the students obtain, the higher 
level of PSM they may have. This positive influence of the university 
education on individuals’ PSM will be tested in this thesis.  
 
Political science education program is considered an important channel in 
spreading knowledge and information of government affairs. It is supposed to 
introduce the positive government image and promote public sector 
employment to students (Ko 2009). Thus, this thesis will test whether students 
from the political science or public administration departments have a higher 
PSM level and are more inclined to pursue public sector jobs. 
 
Hypothesis 5: Students with family members working in government have a 
higher PSM level and are more likely to pursue public sector jobs. 
 
The rich literature on PSM studies indicates that family backgrounds can 
influence individuals’ PSM levels and their career choices. Although no 
consistent findings exist regarding the direction of the influences, the unit of 
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family cannot be ignored when analyzing individuals’ PSM and their attitudes 




This study adopts the survey method to investigate the Chinese university 
students’ job motivations. The survey design and analysis are based on the 
work of Ko (2009) and Ko and Han (2009). The questionnaire is comprised of 
three parts (Appendix 3 & 4). The first part asks respondents about their 
demographic characteristics (gender, year in university, major, hometown, 
family background, and future sectoral employment choice). The second part 
inquires students’ perceptions of civil service examination (difficulty and 
fairness) and government corruption level2.  
 
A ranking of the 16 work-related motivators (from the most important to the 
least in individuals’ job seeking) is required in the third part of the 
questionnaire (Table 2). As discussed in the previous sections, considering the 
comprehensiveness, conciseness, and applicability to future employees, 
Jurkiewicz, et al.’s (1998) survey is relevant in investigating the Chinese 
university students’ job motivations in this thesis. In addition to the 15 
motivators used by them, I include the “grey income” in the questionnaire to 
                                                                




reflect the perceived high corruption level of the Chinese government. 
Table 2    16 Work-related Motivations3 
 
 Motivational Factors 
 T14 A stable and secure future. 
T2 Chance to learn new things. 
T3 Chance to benefit society. 
T4 Chance to exercise leadership. 
T5 Working as part of a team. 
T6 Variety in work assignments. 
T7 High prestige and social status. 
T8 Friendly and congenial associates. 
T9 High salary. 
T10 Grey income. 
T11 Chance to use my special abilities. 
T12 Chance to make a contribution to important decisions. 
T13 Freedom from supervision. 
T14 Chance to engage in satisfying leisure activities. 
T15 Freedom from pressures to conform both on and off the job. 




Sampling and Data Collection 
 
A multistage cluster sampling method is adopted to collect data. In the first 
stage, four universities (Beijing University, Renmin University, Fudan 
University and Nankai University) are selected based on two criteria: 1) the 
membership of the first-class universities in China (the total number is 165) 
                                                                
3 The rankings of the 16 motivators are coded from the most important one (coded as 16) to the least 
important (coded as 1) in the data analysis. 
4 I mistranslated T1 as “a bright future” rather than “job security”. Thus, this factor will not be used 
when analyzing the data. T1 will be included in the statistical analysis without any further explanations. 
5 The 16 universities are Beijing Normal University, Beijing University, China Agricultural University, 
Fudan University, Nanjing University, Nankai University, Renmin University, Shanghai Jiao Tong 
University, Tianjin University, Tsinghua University, University of Science and Technology of China, 




according to the list of the Chinese university ranking by Wu (2008).6 2) a 
Political Science Department with a high academic reputation in China. In the 
second stage, a random sampling method is used in each of the four 
universities selected. Compared to those from other departments, students 
from political science departments tend to have better understandings of and 
preferences to the public sector jobs. Therefore, the political science students 
were taken as the primary target population (88.05%) in this study. 
 
A pilot test was adopted to assess the measurement error in this study. Since 
the original questionnaire used by Jurkiewicz et al. (1998) was written in 
English, I translated the 15 motivators into Chinese for the respondents. This 
could cause the measurement error since the meanings of the translated 
motivators might be understood differently compared with the original one. In 
addition, asking respondents to rank the 16 motivators could cause the 
psychological responsive inconsistency, which is the other major source of the 
measurement error. In this case, I prepared the English and Chinese versions 
of the survey and performed the reliability test on 35 students who are 
effectively bilingual in both Chinese and English. The students were asked to 
read both the Chinese and English versions. The results indicated that more 
than 77% of the responses showed the Spearman rank correlation larger than 
0.5 and the overall Spearman correlation 0.66 with 95% confidence intervals 
of (0.61-0.70). That is, although there is measurement error to certain extent, 
                                                                
6 Wu Shulian is an authoritative expert in charge of ranking universities in China every year.  
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the magnitude of the error is not acute. 
Finally, 450 copies of questionnaire were distributed to students in the four 
universities (Nankai University 150 copies and the others 100 copies each7). 
401 copies (89.11%) were returned, of which 318 (70.67%) copies were fully 
completed and usable. A summary of the basic information conveyed in the 




Table 3   Descriptive Statistics of the Respondents 
(N=318) 
 
Variable Coding Number Percentage 
Gender 
Male 1 177 55.66% 
Female 0 141 44.34% 
Major 
PS major 1 280 88.05% 
Non-PS major 0 38 11.95% 
Year in University 
Freshman 1 23  7.23% 
Sophomore 2 130 40.88% 
Junior 3 94 29.56% 
Senior 4 71 22.33% 
Any family members work in government 
Yes 1 94 29.56% 
No 0 224 70.44% 
Future sectoral career choice 
Public 1 161 50.63% 
Private 0 120 37.74% 
Others 2 37 11.64% 
Perception of government corruption level 
High 1 194 61.01% 
Not high 0 53 16.67% 
No idea 2 71 22.33% 
Perception of the civil service exam fairness 
Fair 1 74 23.27% 
Not fair 0 146 45.91% 
No idea 2 98 30.82% 
 
 
                                                                
7 As a graduate from Nankai University, I have more acquaintance to help me distribute the 





Table 3 shows that 55.66% of the respondents are male students, generally 
balancing the gender distribution of the population. The questionnaires were 
distributed more to students from Year 2 to Year 4 because Year 1 students just 
entered university about one month before this research was conducted. They 
had not been influenced by the university education much and are therefore 
not the ideal targets in this study. The reason to investigate the Year 2 to Year 4 
students instead of just focusing on the Year 4 students who are about to seek a 
job is that such an approach can also test the influence of the length of time 
















Chapter 5 Data Analysis  
 
In this part, the data of Chinese university students is analyzed in three ways. 
First, a descriptive analysis is used to compare the rankings of the 16 job 
motivators by students according to their sectoral job choices. Then, a multiple 
logistic regression model is employed to investigate the significant 
explanatory variables of students’ public sector job choices. At last, a general 





As shown in Table 3, slightly more than half of the respondents (50.63%) 
desire to pursue government jobs after graduation whereas only 37.74% of 
them want to seek private jobs, indicating that government jobs are highly 
attractive to students and more competitive than private ones. Moreover, 
61.01% of the respondents perceive the government as highly corrupted, 
indicating a negative government image in university students. Despite the 
commonly perceived high level of corruption, there are still a substantial 
number of candidates who want to pursue government jobs. In this case, it is 





The comparison of the rankings of the 16 work-related motivators by students’ 
sectoral career preferences is listed in Table 4. However, the results should be 
used with caution since other variables are not controlled in this comparison. 
A Pearson correlation of the average rankings of the two groups is 0.90 
(p<0.05), indicating that public and private job seekers are generally similar in 
the overall rankings of the 16 motivators. In addition, the public and private 
job seekers share four out of the five most important motivators: 1) a stable 
and secure future, 2) chance to exercise leadership, 3) high prestige and social 
status, and 4) high salary. 
 
In spite of the similarity in the overall, significant differences are shown in 
two motivators between the two groups when individual motivators are 
compared. One is “the chance to benefit society” and the other is “freedom 
from pressures to conform both on and off the job”. The largest difference of 
the mean scores of the 16 motivators between the two groups is found in “the 
chance to benefit society”. Students who want to enter government perceive 
the “chance to benefit society” as the most important job motivation 
(excluding T1) whereas those who want to pursue private sector jobs rank this 
factor as the sixth important (excluding T1), revealing a relative public service 
orientation of the former. Thus, a conclusion can be achieved that in general, 
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public and private sector job seekers have similar motivations toward future 
jobs. However, public sector job seekers appreciate “the chance to benefit 
society” significantly more than their private counterparts, indicating the 
higher level of PSM of public sector job seekers (this measurement of PSM 
will be justified below).  
 
In comparison, respondents who prefer private sector jobs consider “high 
salary” as the most important motivational factor (excluding T1) whereas their 
public counterparts rank this as the third important (excluding T1). This is 
inconsistent with the previous literature which indicates that public sector 
employees devalue monetary rewards. The consideration of the “high salary” 
cannot be used to differentiate public sector job seekers from the private ones 
in this study. Instead, the ranking of the “chance to benefit society” is used to 
measure students’ PSM. 
 
Public and private job seekers are also significantly different in their rankings 
of the “freedom from pressures to conform on and off job”. However, the 
average rankings of this motivator are generally low (13 for public job seekers 
and 15 for private ones), indicating the less importance given to this factor by 
the two groups. Moreover, since it is not closely related to public service spirit, 




The average rankings of the 16 motivators also reveal a serious 
corruption-inclined problem of students in China’s context. Although 61.01% 
of the students perceive the government as highly corrupted, students who 
want government jobs rank the “grey income” as the second least important 
motivator rather than the least one in considering their future careers. Those 
who want to work in the private sector rank this factor the fourth least 
important, reflecting an even more serious problem. The results imply that 
corruption has negatively influenced students’ value systems and it cannot be 
overlooked in China’s context. 
 
Table 4  A Comparison of the Rankings of the Sixteen Motivators by Sectors 
 
Motivational Factors 
Public (N=161) Private (N=120)  
Difference 
 Mean SE Ranking Mean SE Ranking 
A stable and secure future. 12.99 0.28 1 13.21 0.34 1 -0.22 
Chance to learn new things. 9.36 0.34 6 9.48 0.36 4 -0.12 
Chance to benefit society.** 10.52 0.35 2 8.52 0.42 7 2.00 
Chance to exercise leadership. 9.84 0.33 5 9.28 0.35 5 0.56 
Working as part of a team. 8.02 0.29 10 8.36 0.34 9 -0.34 
Variety in work assignments. 7.87 0.30 12 7.53 0.36 12 0.34 
High prestige and social 
status. 
10.26 0.35 3 9.84 0.40 3 0.42 
Friendly and congenial 
associates. 
8.42 0.31 8 8.06 0.35 11 0.36 
High salary. 10.11 0.38 4 11.66 0.41 2 -1.55 
Grey income. 5.93 0.38 15 6.89 0.47 13 -0.96 
Chance to use my special 
abilities. 
8.34 0.35 9 8.82 0.39 6 -0.48 
Chance to make a contribution 
to important decisions. 
8.65 0.34 7 8.33 0.37 10 0.32 
Freedom from supervision. 4.60 0.28 16 4.76 0.37 16 -0.16 
Chance to engage in satisfying 
leisure activities. 
6.42 0.29 14 6.82 0.38 14 -0.40 
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Freedom from pressures to 
conform both on and off the 
job.** 
6.75 0.33 13 6.05 0.36 15 0.70 
Opportunity for advancement. 7.91 0.35 11 8.40 0.40 8 -0.49 
* Note: All observations with the answer of “others” in their future career choices are not analyzed in 
this table. Difference in the last column refers to the difference in means of the 16 motivators 
by sectors (public–private). Pearson correlation between Public and Private sector job 





Multiple Logistic Regression Analysis of Students’ Public Sector Job 
Choice 
 
In order to test the Hypothesis 1 that students with a high level of PSM are 
more likely to pursue government jobs, a multiple logistic regression model is 
adopted here (Table 5). Students’ gender, year in university, and their 
perceptions of the Chinese civil service (civil service exam fairness and the 
government corruption level) are included in the model as control variables. 
All observations with the answer of “others” in their future career choices or 
“no idea” in their perceptions of the Chinese civil service are not analyzed in 
this model and also in the General Linear Model in the next section. 
 
Since the 16 motivators are ranked from 1st to 16th, one motivator can be 
explained by the linear combination of the other 15 motivators. To avoid this 
linear dependence, considering the translation error, the motivator “a stable 
and secure future” is excluded from the model. Moreover, the 16 motivators 
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might be correlated with each other, causing the multicollinearity problem. 
Some motivators are correlated with each other as indicated in the correlation 
coefficient matrix in Appendix 5. Therefore, the results should be interpreted 
with caution. 
 
The results in Table 5 show that students who have a higher level of PSM are 
more likely to pursue public sector jobs. An additional unit increase of the 
ranking of the “chance to benefit society” will increase the relative probability 
of choosing public sector jobs over private ones by 31%. The significant 
differences in this motivator between public and private job seekers are 
consistent to the findings from Table 4. Thus, Hypothesis 1 that students with 
a higher level of PSM are more likely to select government jobs cannot be 
rejected. The Chinese data gives the empirical support to Perry and Wise’s 
(1990) proposition that individuals with a high level of PSM will be 
self-selected into the public sector. 
 
Political science major is also statistically significant in influencing students’ 
public sector job choice compared with other majors. The predicted odds of 
choosing public sector jobs for political science students are approximately 50 
times of those for students from other majors. This generally gives partial 
support for Hypothesis 4 which advocates that students who major in political 
science related major are more likely to pursue public sector jobs. The other 
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part of Hypothesis 4 assuming that political science students have a higher 
level of PSM will be tested in the GLM model. 
 
Hypothesis 5 indicates that students with family members working in 
government are more inclined to choose public sector jobs. However, in this 
regression model, this factor is not statistically significant in explaining 
individuals’ public sector job choice. The other part of Hypothesis 5 which 
illustrates that individuals with family members working in government have 
a higher level of PSM will be tested in the GLM model.  
 
Several other variables in this multiple logistic regression model show 
statistical significance in influencing students’ public sector job choices. 
Students who perceive a highly corrupted government have 0.16 times the 
predicted odds of choosing public sector jobs of those who perceive a low 
government corruption level, indicating that the perceived high government 
corruption discourages students from seeking government jobs.  
 
Similar to the results in Table 4, students giving a higher ranking to the 
“freedom from pressures to conform both on and off the job” prefer to choose 
government jobs. An additional unit increase of the ranking of this motivator 
will increase the relative probability of choosing public sector jobs over 
private ones by 24%. The motivators “working as part of a team”, “freedom 
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from supervision” and “chance to engage in satisfying leisure activities” are 
also statistically significant (at 0.1 significance level) in explaining students’ 
public sector job choice. An additional unit increase of the rankings of these 
motivators will reduce the relative probability of choosing public sector jobs 
over private ones by 4%, 14% and 14% respectively.  
 
Other variables are not statistically significant in explaining students’ public 
sector job preference. In contrast with Perry’s (1996) proposition, the 
motivator “chance to make a contribution to important decisions” is not a 
significant influencing factor in the Chinese public sector job seekers. 
Moreover, the “high salary” is also insignificant in this model, which again 
strengthens our argument that the depreciation of monetary rewards cannot be 













Table 5   Multiple Logistic Regression Results 
(Dependent variable = public sector job choice) 
 
Explanatory Variables Estimate Std Err Chi-Sq Pr>Chi-Sq Odds Ratio 
Intercept -1.61 7.63 0.04 0.83 ---- 
PS Major** 3.91 1.26 9.68 0.00 50.02 
Male 0.73 0.51 2.03 0.15 2.07 
Year 2 0.58 0.76 0.58 0.45 1.78 
Year 3 -0.10 0.78 0.02 0.90 0.91 
Year 4 -0.02 0.79 0.00 0.98 0.98 
Family members work in Government -0.57 0.52 1.24 0.27 0.56 
Civil service exam is fair -0.16 0.55 0.08 0.77 0.85 
Corruption level is high** -1.83 0.72 6.35 0.01 0.16 
T2 Chance to learn new things. -0.14 0.10 1.87 0.17 0.87 
T3 Chance to benefit society.** 0.27 0.09 9.64 0.00 1.31 
T4 Chance to exercise leadership. -0.04 0.08 0.26 0.61 0.96 
T5 Working as part of a team.* -0.16 0.10 2.94 0.09 0.85 
T6 Variety in work assignments. 0.03 0.08 0.15 0.70 1.03 
T7 High prestige and social status. 0.10 0.08 1.33 0.25 1.10 
T8 Friendly and congenial associates. -0.06 0.09 0.45 0.50 0.94 
T9 High salary. -0.02 0.09 0.08 0.78 0.98 
T10 Grey income. -0.05 0.07 0.48 0.49 0.95 
T11 Chance to use my special abilities. -0.02 0.08 0.06 0.81 0.98 
T12 Chance to make a contribution to 
important decisions. 
-0.01 0.08 0.01 0.92 0.99 
T13 Freedom from supervision.* -0.15 0.09 2.91 0.09 0.86 
T14 Chance to engage in satisfying 
leisure activities.* 
-0.16 0.09 3.10 0.08 0.86 
T15 Freedom from pressures to conform 
both on and off the job.** 
0.22 0.08 7.55 0.01 1.24 
T16 Opportunity for advancement. 0.09 0.08 1.13 0.29 1.10 




General Linear Model Analysis of the Influencing Factors of PSM 
 
The Chinese university students’ PSM cannot be fully understood without 
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exploring its possible influencing factors. Hypothesis 2, 3, 4, and 5 regarding 
the influences of gender, year in university, major and whether having family 
members work in government on individuals’ PSM will be tested in this 
section. A General Linear Model is adopted here and the PSM level is 
measured by the ranking of the “chance to benefit society” (Table 6).  
 
The results show that only two variables are statistically significant in 
influencing individuals’ PSM. Compared with students from other majors, 
students from political science related major generally rank “chance to benefit 
society” approximately 3 units higher, indicating the positive influence of the 
political science related major on individuals’ PSM levels. Thus, Hypothesis 4 
is fully supported by the Chinese data that students from political science 
related major possess a higher level of PSM and are more inclined to work in 
the public sector.  
 
The other significant variable is gender. In comparison to females, male 
students rank the “chance to benefit society” about 2 units higher, implying a 
stronger public service orientation of males. Thus, Hypothesis 2 is rejected in 
the Chinese context since it proposes that female students possess a higher 
level of PSM. In addition, there is no statistical evidence for Hypothesis 3 and 
Hypothesis 5 in this model since the two variables “year in university” and 
“whether having family members work in government” fail to achieve the 
 58 
 
statistical significance.  
 
Table 6   General Linear Model Analysis 
(Dependent variable=the ranking of “chance to benefit society”) 
 
Variables Estimate Std Err T Value Pr>|t| 
Intercept 5.51 1.68 3.28 0.00 
PS Major 3.17 1.25 2.53 0.01 
Non-PS Major 0 ---- ---- ---- 
Male 1.87 0.71 2.62 0.01 
Female 0 ---- ---- ---- 
Year 1 0 ---- ---- ---- 
Year 2 -0.50 1.20 -0.42 0.68 
Year 3 0.25 1.27 0.20 0.84 
Year 4 -0.41 1.38 -0.30 0.77 
With family members 
working in government 
0.14 0.76 0.19 0.85 
Not with family 
members working in 
government 
0 ---- ---- ---- 












Chapter 6 Discussion 
 
The survey results show that public and private sector job seekers in China are 
generally similar in the overall ranking of the working-related motivations on 
one hand. On the other hand, when examining the individual motivators, the 
two groups are statistically different in the rankings of the “chance to benefit 
society” and the “freedom from pressures to conform both on and off the job”. 
Students who want to work in government after graduation rank the “chance 
to benefit society” higher than those who desire to get private sector jobs, 
indicating a higher level of PSM of the former. 
 
“Chance to benefit society” or “High salary”? 
 
The consideration of the “high salary” is not statistically significant either in 
differentiating the public and private sector job seekers in the descriptive 
analysis or in explaining individuals’ sectoral career choices in the multiple 
logistic regression analysis. In contrast, the “chance to benefit society” 
achieves the statistical significance at the 0.05 level both in the descriptive 
analysis and the multiple logistic regression one. This is inconsistent with the 
propositions of the previous PSM scholars (Cacioppe and Mock 1984; Frank 
and Lewis 2004; Houston 2000; Lewis and Frank 2002; Rainey 1982; Wittmer 
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1991) that public sector employees appreciate the public service spirit and 
depreciate the high salary compared with their private counterparts.  
 
The public job seekers consider the “high salary” as the fourth important 
motivator in their future career selections, indicating the high concern of this 
motivator among the Chinese university students in today’s context.  
However, this result does not necessarily imply a decline of the public service 
spirit among these public sector job seekers since the “chance to benefit 
society” is ranked as the second important factor in this group.  
 
The high concern of the monetary rewards among public job seekers in 
China’s context should be interpreted with caution. Since 1978, the Chinese 
has become more aware of the benefits brought by the rapid economic 
development in the country than before. However, the long-existing external 
income gap between public and private sector employees (private sector 
employees’ income is higher) is still common. Thus, the Chinese government 
has reformed its pay system several times by raising civil servants’ salary. 
However, reform of the pay system is not attractive enough to draw students to 
the public sector since there is no statistical evidence that students who 
appreciate high salary will choose public sector jobs in the multiple logistic 




Gender’s influence in China’s context 
 
The multiple logistic regression analysis shows that gender is not a significant 
control variable in explaining the Chinese university students’ public sector 
job choice. However, in the analysis of the influencing factors of PSM, gender 
becomes statistically significant in that the male students generally possess a 
higher level of PSM than the female students. The results indicate that the 
female students’ public service spirits are questionable in China’s context.  
 
The examination of the mean scores individuals assign to the “chance to 
benefit society” by gender and sectoral career choices also slightly supports 
this proposition. Among the public job seekers, the mean score of this 
motivator by the male students is 9.55 whereas the mean score by the females 
is 9.47. Among the private job seekers, the mean score of this motivator by the 
male students is 9.48 whereas the mean score by the females is 9.46. 
 
However, gender’s influence should be interpreted with caution. Figure 1 
shows that roughly 50% of the female public sector job seekers consider the 
“chance to benefit society” as one of the top five most important motivators in 
their future careers. In comparison, the percentage of the female private sector 
job seekers is only about 22%, indicating a higher level of PSM among the 
female public sector job seekers. The sectoral differences among male job 
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seekers also exist as shown in Figure 2. However, the differences are not as 
large as those in female job seekers (approximately 51% for the male public 
sector job seekers and 40% for the male private ones). Thus, a conclusion can 
be achieved that despite the insignificance of gender in the multiple logistic 
regression model, female public sector job seekers have higher public service 
spirit than female private sector job seekers whereas this sectoral difference 
does not exist in male job seekers. 
 
Figure 1  Score of the “Chance to Benefit Society” by Sectoral Career Choices 
 
(Female job seekers) 
 
 
Note: N=63                                   Note: N=61 
 
Figure 2  Score of the “Chance to Benefit Society” by Sectoral Career Choices 
(Male job seekers) 
 








Moreover, although gender is not a significant control variable in explaining 
students’ public sector job choice, a higher popularity of government jobs is 
shown among male job seekers. Around 55% of the male job seekers want to 
work in government after graduation. In comparison, approximately 45% of 
the female job seekers want to have government jobs. This may be due to the 
gender discrimination against females in the public sector in China’s context. 
The unfair treatments to females may discourage the female students from 
pursuing government jobs. Since the female public sector job seekers present a 
high concern for the public service, the Chinese government should abandon 
the discriminating attitudes against females. Further studies should be 
conducted to explain the impact of gender discrimination on individuals’ 
sectoral job choices. 
 
Influence of Educational Background 
 
Educational background has been considered as an important influencing 
factor of students’ motivations toward future career selections. In this research, 
the influences of education on individuals PSM levels and their future sectoral 
preferences are examined in two aspects. First, the influences of the length of 
the time receiving the general university education measured on individuals’ 
PSM and their future career choices are investigated. This aspect of the 
university education is measured by students’ years in university. However, 
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the results show that years in university is neither a significant control variable 
in interpreting students’ future job selections or a statistically significant 
explanatory variable in explaining students’ PSM levels. 
 
The insignificant influences of the general education in university students 
may be explained from two aspects. On the one hand, the results indicate that 
the general education in the Chinese universities may be diversified that it 
does not attempt to drive the students to certain specific sectors (either public 
or private). On the other hand, the findings also reflect that the general 
education neglects the fostering of students’ public service spirits.  
 
In the other aspect, the influences of the specific education offered by different 
majors in the university on students’ future career selections and PSM levels 
are examined in this research. The findings show that political science related 
majors, in comparison to other majors, play a significantly positive role in 
both students’ public sector job choice and their PSM development. This can 
be ascribed to the success of the professional education in political science 
related areas in Chinese universities. The students may receive substantial 
knowledge on, and obtain positive impressions of the public sector and the 
nature of its jobs. Meanwhile, the professional education in political science 




The Role of Family in Influencing Individuals’ PSM and Job Choices 
 
In a country with a traditional culture like China, family is considered as 
playing an important role in influencing individuals’ moral development and 
future career choices. Specifically, family connections in government will 
greatly facilitate individuals’ public sector careers since “guanxi” is a crucially 
important factor in China’s context. However, in this research, having family 
members work in government does not affect individuals’ PSM levels or 
public sector job choice significantly.  
 
The finding that having family members work in government does not 
necessarily drive students to public sector jobs may be explained in two ways. 
One is that the Chinese university students are more independent in their 
future career selections today. They do not rely too much on their family 
members’ working experiences but on their own judgments. The other possible 
explanation is that family members who work in government do not convey a 
positive impression of the government jobs to the students. If the latter is true, 
then the Chinese government should improve their incumbent employees’ job 
satisfaction. 
 
The other finding regarding family background’s influences is that students 
with family members working in the government do not have a significantly 
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higher level of PSM than those without such a background. This may be 
tentatively interpreted in the way that the government employees themselves 
do not concern much for their own PSM and thus pay little attention to their 
children’s public service spirit. In this case, the government should take efforts 
to enhance their incumbent employees’ public service spirit. 
 
Influence of the Perceptions of the Chinese Civil Service 
 
Corruption has been widely considered as a serious problem in China’s civil 
service system. The university students’ perceptions of the Chinese 
government corruption are negative since over half of the respondents 
(61.01%) report the government corruption level as high. The result indicates 
a universal concern of rampant corruption in the Chinese government. 
Moreover, the negative evaluation of the Chinese government prevents the 
students from selecting public sector jobs significantly. The Chinese 
government should take some measures to solve this problem urgently since 
the bad image of the government has already reduced the popularity of the 
government jobs in university students in China. 
 
Another aspect of the Chinese civil service examined in this research is about 
the fairness of the civil service exam. The civil service exam has been 
criticized by many scholars regarding its unscientific contents and 
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unreasonable restrictions. In this research, around 45.91% of the respondents 
consider the civil service exam as unfair. Despite these facts, the perception of 
the fairness of the exam is not a significant control variable in explaining 
Chinese university students’ public sector job choices. This is contrary to the 
common proposition that the unscientific contents and unreasonable 
restrictions of the exam will discourage students from applying for the 
government jobs.  
 
One possible explanation may be that the Chinese has been used to obeying 
the rules and regulations formulated by the authority due to the lack of a 
democratic culture. The Chinese university students today still hold more 
tolerant attitudes toward the government’s decisions in many fields (e.g., the 
unreasonable regulations of the civil service exam) and are more likely to 
adjust themselves to these decisions instead of fighting for a new one. 
However, this situation will be changed since the Chinese government has 
started to carry out its democratization proposal. Thus, the government 








Chapter 7 Conclusion  
 
This research investigates the motivations of Chinese university students in 
their future job selections by testing five hypotheses. The results show that 
public and private job seekers are similar in the overall considerations of the 
work related motivators. However, the two groups are significantly different in 
the rankings of the “chance to benefit society” and “freedom from pressures to 
conform both on and off the job” when examining the individual motivators 
respectively. The students who want to work in the government after 
graduation generally consider the “chance to benefit society” as more 
important than those who desire to work in the private sector do. Since the 
ranking of the “chance to benefit society” is used as the measurement of 
individuals’ PSM levels in this research, the result indicates a higher level of 
PSM of the public sector job seekers in China’s context. 
 
Moreover, other possible influencing factors of students’ future job choices 
and PSM levels are explored in this research. Male students have a 
significantly higher level of PSM than female students. The students who 
major in political science related areas possess a significantly higher level of 
PSM and are more inclined to work in the public sector in the future. In 
contrast, no statistical evidence is found in the influence of the years in 
university on students’ PSM levels. Having family members work in the 
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government is not significant in affecting the students’ future careers or PSM 
levels either.  
 
However, it should be admitted that these findings are not without limitations. 
The sampling method used in this research is controversial since the random 
sampling method is used in the second stage without considering the overall 
population in each of the four universities. Also, the generalization of the 
findings should be interpreted with caution since the sampled students are all 
from prestigious universities in China. In addition, the survey used in this 
research may also be controversial. A survey mixing the previous scholar’s 
measurements of individuals’ PSM levels will be more appropriate. Moreover, 
most of the variables in the survey are binary which may also be a problem.  
 
Despite of the limitations indicated above, this thesis has made contributions 
to the PSM literature and the Chinese public personnel management both 
theoretically and practically. Theoretically, this research diverts the focus on 
the incumbent employees to the potential employees (university students). 
Previous PSM scholars conduct their research on the incumbent employees in 
the public sector which may not provide useful managerial implications in 
improving the level of the employees’ PSM. This is mainly because that 
individuals’ PSM is has been formed and developed since the childhood and 
adolescence, and therefore difficult to change through managerial techniques. 
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Thus, the government employers should pay more attention to those 
individuals holding a high level of PSM in the recruitment.  
 
Since Perry and Wise (1990) have proposed that individuals with a high level 
of PSM will be self-selected to government, few empirical studies are 
conducted to test this. The finding that students with a higher level of PSM 
want to work in government in this research adds empirical evidence to this 
proposition. Moreover, since most of the PSM research is conducted in the 
developed countries, another theoretical contribution of this thesis is that it is 
conducted in China’s context. This research approach may also contribute to 
the future comparative study of individuals’ PSM across countries. 
 
This thesis also contributes to the Chinese public personnel management. 
Despite the high popularity of government jobs among the university students, 
Chinese government pays little attention to its potential employees’ PSM. This 
will eventually result in the loss of attractiveness of government jobs among 
the Chinese university students since they possess the overall similar 
considerations of the future career choices regardless of the sectoral 
differences. Thus, this research suggests that Chinese government should pay 
full attention of the potential employees’ PSM and improve the government 
image through a series of reforms (e.g., eradicating corruption, abandoning 
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Appendix 1 General Motivators of Public and Private Sector Employees   
 




Working hours, total commitment, motivation by salary, motivated by working in a 
supportive environment, motivation by self-development, motivation by responsibility, 




Interesting work, group cooperation, participation, develop individual, atmosphere, 
stress, quality of work group, M/L/S (Manager/ Leader/ Supervisor) communication, 
expectations clear, near capability, creativity, frequency of meetings, M/L/S concern, 
environment, intergroup cooperation, involvement, meets efficiently, M/L/S technical 
ability, resources, plan to stay, integral part, efficiency, M/L/S awareness, function in 
society, and care about welfare. 
Crewson 
1997 
Intrinsic (service): feeling of accomplishment, worthwhile accomplishment, useful to 
society and help others. 
Extrinsic (economic): job security, high pay, promotion, and performance awards. 
Houston 
2000 
High income, short working hours and much free time, no danger of being fired, 
chances for promotion, and work that is important and gives a feeling of 
accomplishment 
Jurkiewicz 
et al. 1998 
A stable and secure future, chance to benefit society, chance to learn new things, chance 
to engage in satisfying leisure activities, chance to exercise leadership, chance to use my 
special abilities, chance to make a contribution to important decision, freedom from 
supervision, freedom from pressure to conform both on and off the job, friendly and 
congenial associates, high prestige and social status, high salary, opportunity for 
advancement, variety in work assignments, and working as part of a team. 
Lyons et al. 
2006 
Extrinsic work values: salary, job security, and benefits. 
Intrinsic work values: intellectually stimulating work, challenging work, interesting 
work, continuous learning at work, creativity in work, and using one’s abilities at work. 
Altruistic work values: work that makes a contribution to one’s society, work that is 
consistent with one’s moral values, and fairness in the application of policies and 
programs. 
Prestige work values: authority, prestigious work, influence, and opportunities for 
advancement. 
Social work values: friendly coworkers and a fun work environment. 
Rainey 1982 Recognition from your organization, higher pay than you now make, a promotion, job 
security, respect and friendliness from your coworkers, a sense of worthwhile 
accomplishment, development of your abilities through your work, a good feeling about 
yourself as a result of your work, engaging in meaningful public service, making a good 
deal of money, doing work that is helpful to other people, making important decisions 




Taylor 2005 Organization: geographical location and high profile. 
Management: skilled management. 
Working conditions: flexible working hours. 
Economic rewards: opportunity for promotion, good job security, high salary, fair salary, 
high prestige and social status, and attractive fringe benefits. 




Higher pay, being helpful to others, community service, status and prestige, co-worker 
respect, co-worker friendship, job security, and promotion 
*These studies are selected mainly from the authoritative academic journals in public 
administration—Public Administration Review, Journal of Public Administration Research 






























Appendix 2 Comparisons of Public and Private Sector Employees on 
General Motivators  
 
Motivators Public > Private Public < Private No difference 
Social Status 
and prestige 
Maidani, 1991  Jurkeiwicz et al., 1998; Lyons 
et al., 2006 ; Rainey, 1982; 
Wittmer, 1991 
Newstrom et al., 1976 
Job security Baldwin, 1990; Bellante 
and Link, 1981; 
Jurkiewicz et al., 1998; 
Schuster, 1974 
Houston, 2000; Khojasteh, 
1993; Newstrom et al., 1976; 
Wittmer, 1991 
Frank and Lewis, 2004; 
Gabris and Simo, 1995; 
Karl and Sutton, 1998; 
Lewis and Frank, 2002; 
Lyons et al., 2006; 
Rainey, 1982; Rawls and 
Nelson, 1975  
High salary Maidani, 1991 Buelens and Van den Broeck, 
2007; Cacioppe and Mock, 
1984; Frank and Lewis, 2004;  
Houston, 2000; Jurkiewicz et 
al., 1998; Karl and Sutton, 
1998; Khojasteh, 1993; 
Kilpatrick et al., 1964; Lawler, 
1971; Lewis and Frank, 2002; 
Moon, 2000; Newstrom et al., 
1976; Rainey, 1982; Rawls et 
al., 1975; Solomon, 1986; 
Wittmer, 1991 
Crewson, 1997; Gabris 
and Simo, 1995; Lyons 
et al., 2006; Maidani, 





Cacioppe and Mock, 
1984; Crewson, 1997; 
Frank and Lewis, 2004; 
Houston, 2000; Karl and 
Sutton, 1998; Kilpatrick 
et al., 1964; Lewis and 
Frank, 2002; Lyons et al., 
2006; Rainey, 1982; 
Wittmer, 1991 
Jurkiewicz et al., 1998  Gabris and Simo, 1995 
Chances to 
promotion 
Khojasteh, 1993 Crewson, 1997; Frank and 
Lewis, 2004; Jurkiewicz et al., 
1998 
Gabris and Simo, 1995; 
Houston, 2000; Karl and 






Jurkiewicz, et al, 1998  Khojasteh, 1993; Lyons 
et al., 2006 ; Wittmer, 
1991 
*These studies are selected mainly from the authoritative journals in public 
administration—Public Administration Review, Journal of Public Administration Research 






































Appendix 3  Questionnaire in Chinese  






















４. 性别：  男     女 
５. 年级：   大一    大二        大三        大四    
６. 是否修过行政管理专业课：           是         否    
７. 家庭成员中有否政府部门工作人员：       是         否    
８. 毕业后希望进入政府部门还是私营部门工作：政府          私企   





１. 你认为公务员考试难吗？       难   不难    不知道 
２. 你认为公务员考试公平吗？     公平   不公平   不知道 

























１. 发展前景                                   ______________ 
２. 学习新知识                                    ______________ 
３. 服务社会                                        ______________ 
４. 锻炼领导能力                                  ______________ 
５. 团队合作                                            ______________ 
６. 工作业务多样化                                  ______________ 
７. 高社会地位与高威望                          ______________ 
８. 良好的同事关系                                ______________ 
９. 高薪（基础工资与福利）                              ______________ 
１０. 高薪（灰色收入）                        ______________ 
１１. 施展自己的专业技能                        ______________ 
１２. 参与重大决策的制定                         ______________ 
１３. 不受监管                                        ______________ 
１４. 有机会参加丰富多彩的休闲活动                    ______________ 
１５. 没有适应环境的压力                          ______________ 


























Appendix 4  Questionnaire in English 



















I. Demographic information (fill in the blank and tick in proper box) 
 
1. University:____________________ 
2. Hometown province:________________ 
3. Gender:  M      F     
4. Year in University:    1st Year     2nd Year     3rd Year     4th Year  
5. Whether have taken Public Administration module:     Yes        No   
6. Whether have family members work in public sectors:    
       Yes        No   
7. Wish to work in public or private sectors after graduation:  
Public        Private         Others 
 
 
II. Perceptions of Civil Service Examination and Government 
Corruption         Level 
 
１. Do you think the civil service examination is difficult? 
  Difficult      Not difficult       No idea 
２. Do you think the civil service examination is fair?    
    Fair          Not fair        No idea 
３. Do you think the government corruption level is high?   




This is Han Lulu, a master candidate from Department of Political science, NUS. This 
questionnaire will become the main data sources for my final year thesis. This research is 
conducted to investigate university students’ public service motivation and to test the 
previous theories and hypotheses on this specific issue. 
I guarantee that this questionnaire will only be used in academic research. Your information 
will not be released to any other person except me. Please complete this questionnaire 
carefully with patience.  
Thanks very much for your kind cooperation and help! 
 Han Lulu 
Supervisor: Dr. Kilkon Ko 






III. Rank the following work-related motivation factors (please rank 
these factors according to their importance to you when choosing 
your future career. 1 is most important and 16 is least important.) 
 
1. A stable and secure future                               ________ 
2. Chance to learn new things                              ________ 
3. Chance to benefit society                               ________ 
4. Chance to exercise leadership                            ________ 
5. Working as part of a team                               ________ 
6. Variety in work assignments                             ________ 
7. High prestige and social status                           ________ 
8. Friendly and congenial associates                         ________ 
9. High salary                                           _______ 
10. Grey income                                          _______ 
11. Chance to use my special abilities                         _______ 
12. Chance to make a contribution to important decision          _______ 
13. Freedom from supervision                               _______ 
14. Chance to engage in satisfying leisure activities (e.g., recreational, 
cultural)                                             _______                                                                                  
15. Freedom from pressures to conform both on and off the job     _______ 






Appendix 5 Correlation Coefficient Matrix of the 16 Motivators 
 T1 T2 T3 T4 T5 T6 T7 T8 T9 T10 T11 T12 T13 T14 T15 T16 
A stable and secure future. 1.00 0.22** 0.07 -0.08 0.05 -0.11 -0.04 -0.01 0.02 -0.12 0.02 -0.15 -0.32** -0.24** -0.20** -0.04 
Chance to learn new things.  1.00 0.34** 0.23** 0.22** 0.16* -0.29** -0.16* -0.33** -0.38** 0.14 -0.32** -0.18** -0.21** -0.13 -0.20** 
Chance to benefit society   1.00 0.19** 0.25** -0.03 -0.19** -0.06 -0.38** -0.23** -0.01 -0.05 -0.10 -0.27** -0.26** -0.26** 
Chance to exercise leadership.    1.00 0.22** -0.02 0.01 -0.16* -0.17* -0.25** -0.02 0.07 -0.33** -0.37** -0.31** -0.07 
Working as part of a team.     1.00 0.28** -0.34** -0.13 -0.17** -0.32** -0.04 -0.13 -0.18** -0.11 -0.14 -0.31** 
Variety in work assignments.      1.00 -0.26** -0.10 -0.33** -0.06 -0.05 -0.10 0.11 0.00 -0.08 -0.32** 
High prestige and social status       1.00 -0.10 0.17* 0.08 -0.21** 0.09 0.02 -0.04 -0.17** 0.10 
Friendly and congenial 
associates. 
       1.00 0.12 0.03 -0.23** -0.23** 0.04 0.03 0.12 -0.08 
High salary.         1.00 0.07 -0.06 -0.14 -0.18 0.07 -0.00 0.14* 
Grey Income          1.00 -0.07 -0.02 0.15* -0.04 -0.05 0.03 
Chance to use my special 
abilities. 
          1.00 0.11 -0.07 -0.19** -0.21** -0.17** 
Chance to make a contribution 
to important decisions. 
           1.00 -0.02 -0.21** -0.10 0.09 
Freedom from supervision.             1.00 0.21** 0.20** -0.24** 
Chance to engage in satisfying 
leisure activities 
             1.00 0.37** 0.16* 
Freedom from pressures to 
conform both on and off the job 
              1.00 0.05 
Opportunity for advancement.                1.00 
